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[bookmark: _Toc81000839]Abstract
The organisational beliefs, attitudes and value systems of Tesco Plc has allowed them to expand nationally into one of the UK’s best-known supermarkets. However, recently, Tesco has had to overcome challenges presented by competitors and also global events like the COVID-19 pandemic. Despite this, Tesco still retains the largest market share for grocery retailing in the UK, signifying it’s ability to apply these beliefs and attitudes in a positive manner for its workers. 
[bookmark: _Toc81000840]Introduction and Background
The meaning of belief is an internal feeling that something is true, even though that belief may be not proven and irrational. It can be a religious belief or some other things such as some people believe there is a life after death (Merriam-webster.com, 2021). The word value is a measure of the worth or importance a person attaches to something. Values are often reflected in the way people live their lives (Collinsdictionary.com, 2021). As an example, there are people value freedom of speech or people value their family. An attitude is the way that someone express or applies their beliefs and values and shows through their words and behaviour.
The organisational beliefs, attitude and value systems represents the specific policies, instructions and behaviours of a company which provide guidelines to the employees and give them some essential direction. It describes the actions, behaviours, symbols and traditions of an organisation and how it operates and functions within the organisation, with the clients and public and with another organisations.  It is a very complex system that involve the shared beliefs, attitudes, values, ideas and directs the employees behaviour in the organisation. These fundamental and core beliefs, values and assumptions provide exceptional and different psychosocial environment within the organisation. The system is very influential and promote the innovativeness and creativity of the employees. The culture contributes to the organisation innovativeness. 
 Tesco Plc is a British multinational grocery and general merchandise retailer. Its headquarters is situated in Hertfordshire, England. According to the gross revenues Tesco is the third largest retailer in the world. In UK Tesco is the market leader of groceries with around 28.4% of market share and one of the most valuable brands (Tesco PLC, 2021). The company was founded by Jack Cohen in 1990 when he started to sell groceries from a market stall in Hackney, East London. The first Tesco shop was opened in 1931 in Burnt Oak, Barnet. Since then, the company expanded its business rapidly and by the beginning of 1940 it had opened more than 100 Tesco shops all over the country. Also, Tesco expanded its business globally and in 1990 it started to operate business 11 countries in the world (Winterman, 2013).  In the UK to meet the customer needs, Tesco stores operate under four banners. These are Tesco Extra, Superstore, Metro and Express. Tesco is listed on the London Stock Exchange and is a constituent of the FTSE 100 Index. In 1996 the company introduced a customer loyalty card called Tesco Club Card. According to the 2021 annual report currently more than 360,000 peoples are working across UK. In UK Tesco serves 66 customers per second and their goal is to ensure better customer experience on each visit (Tesco PLC, 2021). I choose this company to write my report because I used to work for this company, and I know a lot about the workplace culture of the organisation. My aim of this report is to explore how the organisational culture of Tesco, including its beliefs, attitudes and value affect their employees in relation to their business and also look at how the ongoing COVID-19 pandemic forces the company to adapt and change. 
[bookmark: _Toc81000841]Organisational culture for Tesco
There are many types of company cultures in the business organisations. These are power culture, role culture, person culture and task culture.                                   
Power culture:
 Power culture is one person dominating culture who has control over everything within the organisation. This culture generally suitable for small businesses and organisation. Tesco is a big organisation, and this culture is not appropriate for this organisation.
Role culture:
 It is a kind of culture where individual person has specific roles and responsibilities according to his or her specialization, educational background, or interest to get the task accomplished. Tesco has this culture and spreads task to the employees. As an example, Tesco spreads task to the employees by dividing into sales, marketing, and customer services according to their specialisations.
Task culture:
 It is a culture where there is a focus on specific tasks and projects. Individuals people are brought in to work on tasks as and when they are needed. (Aqa.org.uk, 2021)
Person culture:
 It is a type of culture that is said to exist where the focus for each member is on the individual and when there is no collective identity or goal (Oxford Reference, 2019). It helps the employees to increase their professional skills by working in the organisation. The company influence and encourages employees by providing them opportunity of building professional skills.
Therefore, there are different types of organisational structure and cultures in the business organisation. The company Tesco has its own organisational structures and cultures to achieve the goals of the company.
 The business of Tesco was founded with a very simple mission which was how to become champion for the customers, helping customer to enjoy a better quality of life and a very easier way of living. Since then, the mission of Tesco has not changed. The core purpose of Tesco is serving shoppers a little better every day. That includes understand customers, be first to meet their needs, act responsibly for the communities, work as a team, trust, and respect each other, listen and support everyone, share the knowledge and experience with everyone.

Three levels of organisational culture: 
If the culture of an organisation introduced in the form of a circle, then it will have three layers. The outside layer will be the artefacts, then the middle layer will be the values and beliefs and the inner layer will be the underlying assumptions. Tesco’s organisational culture is the company’s very strongest and valuable asset and can be analysed in three levels.
[bookmark: _Toc81000842]Artefacts of Tesco’s organisational culture
The artefacts form of outmost layer of the company culture is circle. The artefacts are the tangible, clear and visible characteristics of company’s organisational culture. These are artefacts are Tesco’s open-door policy, office lay out and the official uniform and dress code for the employees. These cultural artefacts and items are very easily identifiable by the outside world.
Values within the Tesco’s organisational culture: The core and main values of the company culture is not easily observable. The organisations core values are the shared goals, principles and standards. These essentials core values are responsibility, variety, quality, collaboration, passion, integrity, enthusiasm, leadership and management. The management of Tesco knows the importance of communicating the core values. As a result leaders and employees could accept and change or modify the behaviour when necessary.
(Introduction: Artifacts and Organizations: More Than the Tip of the Cultural Iceberg, 2013)
[bookmark: _Toc81000843]Assumptions within the Tesco’s Organisational culture:
 Assumptions and beliefs are truly rooted ideologies and philosophies which deliver the foundation to the Tesco’s organisational culture. Normally employees are not aware of these underlying assumptions, but they play a vital role in formulation of core values and visible behaviours.
Why it is important to understand the organisational culture: In today’s competitive business and fast changing world it is really important to understand the organisational culture. The culture plays very crucial role in gaining the competitive advantage. The company’s organisational culture makes sure all workers share the common objective and goals and that is well aligned with the broader organisational purpose. These specific alignment of the behaviours, objectives and goals and extremely embedded philosophies enable the workers to put their hard work in correct direction. It is the way employees engage and deliver best performance and can ensure good connection and commitment with the organisation.
Vital reasons for understanding the organisational culture are,

a. It can act as a tactical tool for understanding the company’s eagerness to change.
b. It may show how workers relates to the Tesco’s work culture.
c. It can help Tesco to detect the possible gaps between real desired work culture.

[bookmark: _Toc81000844]Organisational culture in light of Hofstede model:
Hofstede’s cultural dimension theory is a framework for cross cultural communication. The theory is commonly and frequently used by the analysts to analyse the company culture of any organisation. I will use this theory to analyse the organisation culture of Tesco. The theory has six dimensions. These are listed below:
a. Means oriented versus goals oriented.
b. Internally driven versus externally driven.
c.  Work discipline easy going versus strict.
d. Local organisational culture versus corporate.
e. Open system versus closed system.
f. People orientation versus work orientation.
(Ebscohost.com, 2011)
Dimension 1
Means oriented versus goals oriented
A very highly mean oriented company culture highlights how the work is done. The goal-oriented culture highlights mainly the results and achievement. The mean orientation signifies the employees danger and risk prevention behaviour but in contrast, the goal orientation only focuses the results, not the employees wellbeing.
Analysis of Tesco:  The company Tesco has effectively and successfully attained the proper balance between mean and goal orientation, and it highlights around the importance of fulfilling the goals. Along With inspire workers to take risks if it is safe and necessary.
By aiming on the mean orientation, the company make sure that all the workers can adopt and implement the moral and ethical value and can successfully complete task and achieve goals.
By aiming on the goal orientation, the company promotes workers to give their best and to work hard to achieve goals. Tesco listen to their workers and share the ideas. Through this 
The analysis indicates that Tesco successfully attained the right balance between the mean and goal orientation.
Dimension 2
Internally driven versus externally driven: 
The business organisational culture can be categorized by internally and externally driven.
 First internally driven company culture signifies the workers overall experiences about their capability and knowledge. Organisation with highly internally driven organisation culture believes that they know the specific and unspoken need of customers and can be able to perform accordingly. This type of internally driven company give importance to the moral and ethics. Also, they do not negotiate on these values to get the preferred outcomes.
 On the other hand, those companies are externally driven mainly focuses on the results and goals and their workers believe that customer and customers need is more important than moral or business ethics.
(Hofstede Insights, 2020)
Analysis of Tesco:
The company culture of Tesco is mainly internally than externally driven. The top management of the company publicly communicates the importance of accepting the moral and ethical attitude while responding to the market demands. The organisation believes and shares the obligation to drive in moral, ethics and integrity into its day-to-day business operations. It increases the brand image of the organisation and it act as a tool to get a heavily competitive advantages against rival businesses.

Dimension 3
 Easy going work discipline versus strict work discipline:
 The company culture can have very easy going or very strict work discipline. This cultural dimension tells that in what extent the organisation is internally structured, controlled or declined.
Companies those have easy going workplace culture have the fluid culture and there is no strict hierarchies. This culture has very low certainty and the management has a very limited control over the discipline. Companies those are innovative and creative promote this type of culture.
 In contrast companies those have a very strict rules and discipline have very strict hierarchy and very high certainty. Management and leaders have heavy control over employees and in the workplace.

Analysis of Tesco:
Closely studying the Tesco’s organisational culture, it can suggest that the company is very closely tied with the very discipline work culture, vertical hierarchy, and tall structure. It indicates that the management is the main decision-making authority and full control over the employees workplace behaviour. Also, the authority promoted and rewarded the employee for their innovative and creative workplace behaviour.
However, in relation to the workers growing demand for independence and empowerment, the authority has decided to make a steady shift from the centralized to decentralized organisational structure. This shift will transfer some authority from top to the bottom and therefore and the company will attain a new equilibrium between strict and fluid structure.

Dimension 4
Local versus professional organisation culture:
The company culture can also classify by local versus professional organisation culture. In a local culture employee identify with their boss and / or teammates. In a professional culture, people identify with their profession and / or the content of the work.
Companies those have very high level of local culture, the workers are likely to characterize themselves with their organisational units and colleagues or their leaders. Their aim stays internal and short term. Workers have high desire for association and relatedness to the people around them. The heavy control of social activity makes the people to work and behave like each other.
On the other hand, organisations who have high level of professional culture, workers are likely to recognise themselves through their profession. These people do not desire to act or behave like others and have very external and extensive-time focus.

Analysis of Tesco:
 Tesco always focus and promotes a professional attitude among their workers. Workers do not need to behave in a particular way. The company always welcomes and promotes the diversity. In a heavily diversified and mix environment Tesco shows the importance of cultivating a professional organisational culture.

Dimension 5
Open system versus closed system:
It is a system that denotes the companies accessibility and overall communication climate.

                    
Companies with the open and closed system likely to welcome new workers and build a wide-ranging workplace culture. Workers from various demographic culture and background can adjust and settle easily. To fit everyone easily company always keep their door open. This sort of organisation ensures diversity and add it into their regular business practices.

On the other side companies those who have closed systems are likely to make it harder for new workers. Most of the times it is difficult to settle and adjust with the organisation. Very few kinds of people join and fit in that kind of organisation.

Analysis of Tesco:
Studying the Tesco’s organisational culture, it shows that the company has a very straight and clear preference towards the open side. The organisational culture of Tesco is very flexible and extremely diversified. Through this Tesco can ensure the flow of information, skills and capabilities of workers from different kind of backgrounds. These important factors are crucial for Tesco to timely change and act to the fast-changing consumers need in different parts of the world.

Dimension 6
Employee orientation versus work orientation:   
It signifies the company’s management, attitude, listing and idea about the employee wellbeing and the achievement of work goals. 
Companies with clear employee orientation attitude putting the workers first before customers and shareholders. It is one of the management idea and philosophy to give importance of human capital.
In a clear work-oriented culture companies put excessive pressure on the staff to achieve the specific goals. Such companies do not think about employee wellbeing.

Analysis of Tesco:
It is really important to understand the value of human capital. For any organisation prioritizes the workers’ health and wellbeing first make the company more thriving, prosperous, and productive. The organisation Tesco really well understand the importance and value of human capital and pay attention and prioritizes their employees.

 

[bookmark: _Toc81000845]The Effects Of COVID-19 On Employees and The Workplace

COVID-19 has changed the whole world upside down. It has completely changed the way people live their lives and work. On 30th of January 2020 the World health Organisation (WHO) declared the outbreak of COVID-19 pandemic which is a Public Health Emergency of International Concern (PHEIC) (Rekha bmcp). After that within couple of weeks the virus spread very quickly all over the world. As a result, forcing the affected countries to implement lockdown measures to control and decrease the transmission rate of disease and to prevent the fill of hospital emergency rooms. On 23rd March 2020 the UK government first introduce lockdown measure and ordered people must stay at home. Since then, the whole country is going through a difficult time. The pandemic has changed many things for people for forever. The most important change is the way we work. As businesses and organisations and all employees adapt to new ways of doing and finding work, institutions must need to remain flexible.

[bookmark: _Toc81000846]Responding to the Pandemic to Redesign the Workplace
Adapting to Working at Home
[bookmark: _Hlk80936927] To prevent the spread of the virus health officials are encouraging people to stay at home and if possible, to work from home. Many professionals has set up their office at home while others are started rolling out work from home. Suddenly switching workplace is not convenient and one of the most important challenge is many employees do not have work ready homes. Unlike other organisations, Tesco did not have as much flexibility with their workers about working from home, as most tasks had to be done in store. 
Increased Store Flexibility for Staff
For some people the COVID-19 pandemic has brought the kind of opportunity and flexibility to work from home. It has made many companies to think what people need to complete the task on a day-to-day basis. According to the job roles, task, and responsibilities and how employees perform their work, employers have learnt which job can be done from home and which one need to person attendance. Now businesses and organisations need to offer more flexibility for their employees wellbeing. Tesco has had to become more flexible for their workers, because even though they did not have a work at home policy, many workers were off sick and they had to adapt their stores to accommodate this. 

Using Technology for Learning
The COVID-19 pandemic has changed the education forever. During the time of pandemic almost all educational institutions were closed. As a result, globally, more than 1.2 billion children were out of school and created chaos on all educational sectors. This dramatic change has resulted in introduce of e-learning where teaching is undertaken remotely and on digital platforms. Tesco has had to carry out much of its training for new staff online where possible. 

Redefine the physical workplace:
COVID-19 has drastically changed how we relate to space and to one another. The impact on the workplace is wider and extensive. The challenge is tough, and every business and organisation need to change and adapt and redesign their workplace according to the current situation. Tesco has implemented a number of changes in their stores that redefine the physical workplace. For example, 2m/1+m stickers across all stores to maintain physical distancing. They have also introduced Perspex screens across all checkouts and encourage all store staff and shoppers to wear masks where possible. During the height of the pandemic, stores also had to rearrange their layout to accommodate for increased sales of certain items and even limit numbers of shoppers in stores. 
After the crisis of COVID-19 it is clear that we need to build a future that is more, greener, brighter, fitter, and much more resilient than ever before. In order to achieve this goal research and innovation is critically important. By creating of new ideas and developing new technologies and applying them, driving continuous improvement and productivity. Also understanding the people, communities and workforce and supporting them can help to increase the chances of get out the pandemic like COVID-19 and can improve people life.
Research has continuously improved the understanding of COVID-19. The quick and rapid action by government and funding bodies, researchers around the globe are working tirelessly to find the solution. Businesses around the globe recognised that they have to more creative and innovative to tackle this new economic reality. It is proven that companies who innovate are more resilient in a crisis and much more to expand into new market during the situation like COVID-19.
However, right now the immediate priority is to overcome COVID-19. But there is another greatest challenge facing the UK and the whole world is decarbonising our economies and creating resilience to the effects of climate change. The COVID-19 pandemic has been a powerful reminder of the vulnerability of the world and our socioeconomic structure (Department for Business, Energy & Industrial Strategy, 2020). 
[bookmark: _Toc81000847]Conclusion
Since its formation as a company, Tesco Plc has continuously valued the environment and shared set of beliefs that its employees have had to follow. Tesco’s beliefs values and attitudes has allowed its employees to become more productive and therefore allowed the company to grow continuously. During the pandemic, while workers did not have to work from home, Tesco as a whole had to adapt to extreme circumstances and this led to significant changes across all its sectors, from delivery drivers to store assistants. However, this has still resulted in positive consequences for both consumers and staff. 
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